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a b s t r a c t
A signiﬁcant challenge facing the child welfare system is the recruitment and retention of a stable and qualiﬁed workforce. Several studies have identiﬁed individual and organizational factors impacting workforce
turnover. The current study expands upon previous research by utilizing a mixed methods design to examine
the relationship between workers' perceptions of respect in the workplace and their intention to leave. Thematic analysis of the qualitative data revealed that workers perceive a lack of respect in ﬁve domains including organizational support, fair salary and beneﬁts, fair promotion potential, adequate communication and
contingent rewards. Based on the qualitative ﬁndings, researchers designed the Respect Scale, a quantitative
scale measuring the concept perceived respect. Results from the logistic regression found that workers who
score lower on the Respect Scale were signiﬁcantly more likely to intend to leave their current job. Research
and practice implications are discussed.
© 2012 Elsevier Ltd. All rights reserved.

1. Introduction
A signiﬁcant challenge facing the child welfare system is the recruitment and retention of a stable and qualiﬁed workforce. High
rates of staff turnover impact the system's ability to provide quality
services to children and families in every arena including prevention,
child protection, foster care and adoption (Child Welfare League of
America, 2008). National studies report annual turnover rates in
child welfare agencies ranging between 20 and 40%, with workers'
length of employment averaging less than 2 years (American Public
Human Services Association, 2001, 2003; United States General
Accounting Ofﬁce (GAO), 2003). High rates of turnover result in
ﬁnancial burden as well as signiﬁcant delays in achieving safety and
permanency for children and families (Cahalane & Sites, 2008;
United States General Accounting Ofﬁce (GAO), 2003). Previous studies have identiﬁed individual and organizational factors inﬂuencing
job satisfaction, retention and turnover in child welfare (DePanﬁlis
& Zlotnik, 2008; Mor Barak, Nissly, & Levin, 2001; Strolin, McCarthy,
& Caringi, 2007; Yankeelov, Barbee, Sullivan, & Antle, 2009; Zlotnik,
DePanﬁlis, Daining, & Lane, 2005). An area in need of further exploration is the degree to which workers perceptions of respect in the
workplace inﬂuence their intention to leave.
The challenges placed on child welfare workers are tremendous.
Agencies are federally mandated to ensure the safety, well-being
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and permanency of all children involved in the child welfare system.
Front-line workers engage families in difﬁcult interventions and
make important decisions that impact the trajectory of a child and
family's life (The Annie E. Casey Foundation, 2003). Caseworker recommendations may determine whether a child is removed from his
or her parents, the type of services children and families receive,
whether a child is reunited with family, or whether a child is freed
for adoption (The Annie E. Casey Foundation, 2003). Although
workers are expected to perform critical tasks, they are not consistently provided adequate training, supervision and support to carry
out their job responsibilities (Ellett, Ellett, & Rugutt, 2003; Mor
Barak et al., 2001; Strand & Dore, 2009; United States General
Accounting Ofﬁce (GAO), 2003). Additionally, workers experience
high caseloads, low pay, lack of promotional opportunities, and lack
of recognition or appreciation for their efforts (Ellett, Ellett, &
Rugutt, 2003; United States General Accounting Ofﬁce (GAO), 2003;
Westbrook, Ellis, & Ellett, 2006).
Studies have examined individual and organizational factors that
impact worker retention and turnover. Individual factors commonly
cited include commitment to child welfare and the organization,
family/work balance, job satisfaction, education, and professional
recognition (DePanﬁlis & Zlotnik, 2008; Ellett et al., 2003;
McGowan, Auerbach, Conroy, Augsberger, & Schudrich, 2010;
Nissly, Barak, & Levin, 2004; Weaver, Chang, Clarke, & Rhee, 2007).
Organizational factors commonly cited include compensation, promotion potential, workload, working conditions, and support from
supervisors, co-workers and the administration (Cahalane & Sites,
2008; DePanﬁlis & Zlotnik, 2008; Dickinson & Perry, 2003; Ellett,
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2000; Ellett et. al., 2003; Nissly et al., 2004; Scannapieco & ConnellCarrick, 2007; Zlotnik et al., 2005).
1.1. Respect as a contributor to turnover and retention
One factor that has not been examined closely in child welfare is
whether perceptions of respect in the workplace impact workers' intention to leave their jobs. In the social sciences, respect has been
deﬁned as a “regard for every human being as a source of value, despite social cultural or political differences” (Faulkner & Laschinger,
2008 p. 216). It includes positive action such as “paying attention
to and taking seriously another person” (Laschinger, 2004, p. 7).
While respect has been deﬁned conceptually, there is scant literature
regarding the operationalization and measurement of respect in
human services, in general, and child welfare, in particular. In one
study, respect has been incorporated into the constructs of trust
and support in a measure of organizational climate, but it has not
been considered uniquely (Parker et al., 2003). In another study,
perceived organizational support was partially operationalized by
the statements, “My professional opinions are respected in this
agency,” and “I receive support and recognition from co-workers”
(Smith, 2005).
There is a body of knowledge in the healthcare literature that
discusses the concept of workers' perceptions of respect in the workplace and its relationship to turnover and retention. Components of
respect include workers' perceptions of interactional justice, empowerment, fair salary and beneﬁts, adequate stafﬁng, support, and
recognition (Faulkner & Laschinger, 2008; Ulrich, Buerhaus,
Donelan, Norman, & Dittus, 2005). Interactional justice is described
as an “individual's perception of the quality of treatment experienced
when organizational procedures are implemented” (Ladebo,
Awotunde, & Abdul Salaam-Saghir, 2008, p. 207). It can be understood as workers being treated fairly with management listening to
and responding to workers' concerns (Siegrist et al., 2004; Ulrich
et al., 2005). Empowerment includes being permitted to do work
for which one is qualiﬁed and ofﬁcially responsible, while recognition is deﬁned as prestige received based upon efforts and achievements (Ulrich et al., 2005).
Respect is particularly fascinating to human resource (HR) researchers as it is closely related to outcomes that are of interest to
those in HR in the ﬁelds of nursing, business, and social services. In
nursing, perceptions of respect have been found to be related to organizational commitment, job satisfaction, and intention to leave
(Faulkner & Laschinger, 2008; Ulrich et al., 2005). Perceived support,
discussed as a component of respect in the nursing literature, has
been associated with feeling valued in the business literature and is
also associated with turnover in the retail sector, in particular
(Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhoades,
2002). Direct supervisor support is especially important as supervisors are seen as organizational representatives (Eisenberger et al.,
2002). In social services, organizational conditions that include fairness in management practice are related to intention to leave (Mor
Barak et al., 2001).
There is a dearth of literature addressing perceptions of respect
with regard to child welfare workers; however, the concept has
been discussed in one article and alluded to in a few other studies
of retention and turnover. Perceptions of respect have been associated with organizational culture, and perceived organizational support has been associated with overall organizational climate, which
includes fairness in the distribution of resources, supervisor supports,
contingent rewards and autonomy in the job role (Strand & Dore,
2009; Westbrook et al., 2006) Regarding outcomes related to respect
in child welfare, not feeling valued by the organization or the public
has been associated with intention to leave while being employed
in a supportive environment that values employees is related to intention to stay (Ellett, Ellis, Westbrook, & Dews, 2007). Additionally,
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a report by the Child Welfare League of America (2002) mentions
professional respect as a child welfare workforce issue. Speciﬁcally,
the report acknowledges the perceived lack of respect afforded to
child welfare workers from the public and professionals they interact
with regularly, such as judges and attorneys.
Guided by the literature, the current study uses mixed methods
to examine the impact of perceived respect on retention and turnover in a sample of voluntary child welfare workers in a large
urban community. The use of a mixed methods design provided
the researchers with an opportunity to operationalize the concept
of perceived respect and develop a measurement speciﬁc to the
child welfare workforce.
2. Material and methods
The Institutional Review Boards of Columbia University and
Yeshiva University approved the study.
2.1. Research design
The current study is part of a larger study of workforce turnover
among voluntary preventive service workers (McGowan et al.,
2010). The initial study was based solely on an analysis of the quantitative data. The current study expands upon those ﬁndings by utilizing a mixed methods approach to examine factors impacting
workforce turnover more deeply and in a different light – directly
through the eyes of the workers – while empirically understanding
the relationship between perceived respect and the outcome variable,
intention to leave. In the type of mixed methods research conducted
in this study, ﬁndings from the qualitative analysis were used to inform the quantitative analysis. A ﬁnal interpretation of ﬁndings was
ultimately based upon both the qualitative and quantitative results
(Creswell & Plano Clark, 2007). The research design for the present
study is illustrated in Fig. 1.
The advantages to a mixed methods design are that it leverages
the strengths of both the qualitative and quantitative methods that
it employs. While qualitative methods are generally stronger on understanding the context of a phenomenon than quantitative methods,
weaknesses can include researcher bias and lack of generalizability.
Quantitative methods, on the other hand, are viewed as less biased
and more generalizable; however, these studies often lack the depth
available in qualitative studies. Mixed methods research is seen as a
way to take advantage of the strengths of both qualitative and quantitative research designs while mitigating the weaknesses of each
(Creswell & Plano Clark, 2007).
2.2. Sampling
The sample included workers from 202 voluntary agencies in a
large northeastern city. All workers and supervisors in the preventive
service programs under contract with the city at that time (N = 1624)
were asked to respond to an anonymous survey. Voluntary preventive service programs in this city provide a range of family-tailored
services that are designed to promote child safety, positive family relationships, and community linkages, all oriented toward preserving
the family unit. They are intended to help families in which children
are at risk of abuse, neglect, and/or foster placement.
Out of the potential pool of 1624 possible respondents, a total of
538 survey responses were returned, which represents a 33.1% response rate. To obtain this, the directors of each program initially received a cover letter with sufﬁcient copies of the survey instrument
packet for all staff members. Each survey instrument packet consisted
of a copy of the paper survey, a consent form, and a stamped return
envelope for each staff member. Directors were asked to distribute
the instrument packet to each worker and supervisor, encouraging,
but not requiring, them to participate. Efforts to increase this
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Phase1: Qualitative Study

Data collection

Qualitative data
analysis

Qualitative findings

Phase2: Quantitative Study

Quantitative
instrument
development

Quantitative data
analysis

Overall results and
interpretation

Procedures:
1. 4 focus groups
(n=29)
2. Responses to
open-ended and
close-ended
questions on written
survey(n=447)

Procedures:
1. Thematic analysis
2. Coding

Procedures:
1. Describe subthemes

Procedures:
1. Operationalize
dimensions of subthemes
2. Select existing
questions from
survey instrument
that represent the
overall construct

Procedures:
1. Scale reliability
2. Logistic regression
3. Post estimation
tests for goodness-offit and collinearity

Procedures:
1. Summarize
dimensions and
overall construct
2. Summarize
relationship of
construct to
dependent variable

Products:
1. Field notes
2. Responses to openended quesetions

Products:
1. Coded text
2. Five sub-themes

Products:
1. Description of five
sub-themes
2. Consolidation of
sub-themes into a
single construct

Products:
1. 11 item scale from
questions selected
from Spector’s Job
Satisfaction Scale
(1985)

Products:
1. Coefficient alpha
2. Odds ratios
3. VIF scores
4. Condition number
4. Goodness-of-fit
measure(X2, p value)

Products:
1. Description of
dimensions and
overall construct
2. Description of
relationship of
construct to
dependent variable

Fig. 1. Description of study design.

response rate included a letter to all the program directors from the
deputy commissioner responsible for preventive services explaining
the city's interest in the study and asking for their cooperation; a
follow-up letter from the research team and repeated calls to the directors of programs with low response rates were made to encourage
additional participation in the study.
2.3. Measures
Both quantitative and qualitative data were collected concurrently. As the survey instrument was anonymous, the researchers
had no way of re-contacting respondents if additional concerns
arose during the study.
Data were collected in two different ways to accommodate the
mixed methods design of this research. Quantitative data were collected through a written survey instrument. Qualitative data were
collected through an open-ended question on the same written survey instrument used in quantitative data collection. Additionally,
focus groups were also held, in part, to gain a greater understanding
of factors that may lead to job turnover.
2.3.1. Quantitative data collection
The survey instrument administered is a modiﬁed version of an
instrument developed to examine job satisfaction and potential
turnover among public child welfare workers. This was developed
as part of a study on workforce retention in public child welfare
funded by the U.S. Children's Bureau (Strolin-Goltzman, Auerbach,
McGowan, & McCarthy, 2007). One of the key components of the instrument was the Job Satisfaction Survey (JSS) (Spector, 1985). This
instrument was designed to measure job satisfaction in human service organizations by assessing nine aspects of job satisfaction: pay,
promotional opportunities, supervision, fringe beneﬁts, contingent
rewards (appreciation and recognition), operating procedures, coworkers, nature of work, and communication. It is a 36-item selfreport questionnaire that uses a 6-point Likert scale with items ranging from 1 = disagree very much to 6 = agree very much. Some
items are reverse scored. Reported reliability for this scale is high
with total satisfaction coefﬁcient alpha = .91 (n = 2870). Coefﬁcient

alphas for the subscales ranged from .60 (co-workers) to .82 (supervision) (Spector, 1985). Our only modiﬁcation was to use a 4-point
rating scale ranging from 1 = agree strongly to 4 = disagree strongly. This modiﬁcation was made so that the job satisfaction scale
could use the same format as other scales in the survey. As in previous research (Auerbach, McGowan, & Heft-LaPorte, 2008; Schudrich,
Auerbach, Liu, Fernandes, & McGowan, 2012), this modiﬁcation did
not affect internal reliability, as the total satisfaction coefﬁcient
alpha was .89. Coefﬁcient alphas for the subscales used on the
study sample were similar to those reported above, ranging from
.55 (operating procedures) to .81 (supervision). Each of the subscales incorporated four items.
Intention to leave was measured by a single item. Respondents
were prompted to answer “yes” or “no” to the question, “Have you
considered looking for a new job within the past year?”
2.3.2. Qualitative data collection
Respondents completing the written quantitative survey were
asked an open-ended question, “What factors might lead you to
leave your agency?” Respondents were given half a page to handwrite
their answer to this single question. Over 80% (n = 447) of the survey
respondents answered the open-ended question.
Respondents to the written survey were then asked if they would
be willing to participate in a focus group. Participants were chosen
for speciﬁc groups based upon their preference for time and location.
In all, four focus groups were conducted with 29 women who had
been working in preventive services between 3 months and 8 years.
Each focus group was attended by two researchers. They were
led by, and notes were taken by, one of the principle investigators
or a trained doctoral student. All groups began with an introduction
telling participants that the purpose of the focus group was to help
identify factors that may inﬂuence job satisfaction and intention to
stay in and/or leave this ﬁeld of practice. They were told that,
while data were collected from written surveys, the data gathered
in the focus groups would give a fuller picture of respondents' attitudes and feelings about their job satisfaction and intentions with
regard to staying or leaving the ﬁeld. The researchers probed with
additional questions where and when appropriate. Conﬁdentiality
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was assured in each of the groups. Each focus group lasted between
1 h and 1 1/2 h. Sample questions from the focus group guide are
shown in Table 1.
2.4. Data analysis
Once all the data were gathered, the researchers began their qualitative analysis. Quantitative data were analyzed using Stata 11.0
(StataCorp, 2009).
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(Tabachnik & Fidell, 2007). In this case, logistic regression was used
to predict whether a respondent was more or less likely to intend to
leave his or her job based upon the main predictor variable and
other independent variables. Post-estimation testing for collinearity
of variables and goodness-of-ﬁt of the developed model were conducted once a signiﬁcant model was identiﬁed.
3. Results
3.1. Qualitative results

2.4.1. Qualitative analysis
Researchers analyzed the qualitative data using thematic analysis
(Braun & Clarke, 2006). Of particular interest was identifying underlying factors, not identiﬁed previously, that might lead workers to
leave their agency. In the ﬁrst stage of analysis, two of the researchers
familiarized themselves with the data by reading through all the responses to the open-ended survey questions and the summaries
from the four focus groups, while highlighting key concepts and making note of key words or phrases. Then, the same two researchers
worked together to develop initial codes. Independently, they
returned to the data to apply the initial codes and develop a more
comprehensive list. Then, they met to collate the codes into potential
themes and begin developing a thematic map. During this stage, researchers noted that “lack of respect” was an overarching theme in
various aspects of workers' experiences. Throughout the iterative
coding process, researchers continued to revise their themes until
they mutually agreed upon perceived respect as the main theme linking ﬁve sub-themes: 1) organizational support, 2) fair salary and beneﬁts, 3) fair promotion potential, 4) adequate communication, and 5)
appreciation or contingent rewards.
2.4.2. Quantitative analysis
Upon completion of the qualitative analysis, the researchers selected items that represented the ﬁve sub themes and larger construct, perceived respect, from individual items on the written
survey instrument. In order to do this effectively, two researchers
reviewed the written instrument independently selecting items that
each thought best represented the identiﬁed sub-themes and larger
construct. Then, together, they reviewed the selected items and further discussed reasons for including or excluding speciﬁc items that
were not initially mutually agreed upon. Once a ﬁnal scale was developed, it was presented to and discussed with a third researcher who
has extensive experience in the ﬁeld of instrument construction and
child welfare workforce research. The ﬁnal scale contained eleven
items selected from the JSS (Spector, 1985).
Reliability of the ﬁnal scale was calculated by examining coefﬁcient alpha. Then, logistic regression was used to determine what relationship, if any, the deﬁned construct had to the dichotomous
dependent variable, intention to leave. Logistic regression can be
used to predict the odds that a speciﬁc event will or will not occur
given one or more discrete or continuous independent variables

Table 1
Sample focus group discussion questions.
Discussion format:
What do you like about the work you are doing now?
How did you get into this job? Were you interested in child welfare and/or social
work when you were in school or when you ﬁrst started looking for work?
What are some of the frustrations you experience in your work?
When you think about your work, are there particular activities that you engage in
that you really enjoy?
Are there particular activities or chores that you really dislike?
Why do you think people might choose to leave this agency or type of work?
Is there anything else that we failed to ask you that you would like to discuss?

The qualitative analysis revealed that workers perceptions of respect in the workplace may inﬂuence whether they decide to leave
their current agency. The ﬁve sub-themes of perceived respect, described in depth below, include: 1) organizational support, 2) fair
salary and beneﬁts, 3) fair promotion potential, 4) adequate communication, and 5) appreciation or contingent rewards.
3.1.1. Organizational support
Respondents described perceived lack of respect and support
from various levels of the organization including the administration,
directors, supervisors and co-workers. Common factors included not
feeling listened to, not feeling heard or understood and being
blamed for client issues that are beyond the workers control. Identiﬁed factors led respondents to feel devalued as individuals and within their organization.
Several respondents reported a lack of support from their supervisors or directors. While some used the term “respect” to describe
their feelings, such as “the disrespect shown to me by my superior”,
or “feeling disrespected,” others described practices they perceived
to be disrespectful. For example, one survey respondent indicated
that her supervisor does not foster an atmosphere where she can discuss issues, get support and/or positive feedback. Other respondents
felt their supervisors lacked empathy for staff members and/or clients. One focus group participant discussed her supervisor's lack of
respect for her time. The supervisor often arrived late for supervision
meetings, answered her phone and allowed for other interruptions
during the supervisory session. Respondents described other behaviors including supervisors and co-workers gossiping about clients
and/or staff members, supervisors who demonstrate favoritism towards staff members and supervisors who threatened to terminate
workers employment without just cause.
Respondents described feeling isolated and alone when dealing
with case related issues. One respondent wrote, “I feel isolated when
I do my work and do not have enough available support or a sense of
community at my agency.” Similarly, another respondent highlighted
lack of supervisory support as a factor to leave her agency:
The disrespect shown me by my supervisor and the lack of appreciation for the sacriﬁces I make to serve our families — going beyond the call of duty. I don't feel that we work as a team (staff
and supervisors). It always feels that staff is a target and gets
blamed when something goes wrong. This feeling of being alone
will be a factor for me to leave this agency.

3.1.2. Fair salary and beneﬁts
The majority of respondents reported that an important factor in
their decision to leave their current agency would be ﬁnancial. Frequently cited reasons were that the current salary was too low,
there were a lack of pay increases, the beneﬁts package was not
adequate, the salary did not meet their qualiﬁcations and/or experience, and that the pay was not commensurate with the amount
of work being done. Of particular interest, several respondents
equated fair salary and beneﬁts with respect and value placed on
their work. They felt undervalued compared to other staff within
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the organization, the ﬁeld of child welfare, social service professions
and society at-large. For example, a survey respondent wrote:
There is too little money and not enough beneﬁts. Although child
welfare work should be satisfying to the worker and respected in
society, the policies that regulate this kind of work make it a difﬁcult and frustrating job and society only sees the negative aspects of child welfare.
Similarly, another survey respondent wrote:
Working in the child welfare industry does not allow a person to
earn a decent living. Most workers perform well in the ﬁeld due
to an innate need of wanting to help others, not because of the salary. Child welfare workers deal with a family trying to stabilize
and improve other's lives and don't receive adequate compensation. I attended college for four years and make less money than
a secretary, receptionist, administrative assistant that does not
even have a college degree. Most people refer to child welfare
workers as charity workers.

3.1.3. Fair promotion potential
Survey respondents expressed a general frustration about the lack
of promotion and career development within their agency. Subjects
indicated that “the opportunities to grow are limited”, there is an “inability to be promoted,” and there is “no advancement without a degree.” The responses reﬂected the notion that respondents equated
their value within the organization to whether or not they were promoted. In fact, some felt that they “deserved” a promotion or at least
the opportunity for a promotion. One subject wrote that he/she
would leave if he/she did not receive a “well deserved promotion
this year.”
3.1.4. Adequate communication
Both internal and external communication issues were reported.
Internal issues included poor communication between management
and staff, supervisors and staff, and co-workers. Some respondents
described situations where they were not given adequate information
or resources to effectively assist their clients. For example, a worker
wrote, “I'm the only bilingual (Spanish) social worker in the prevention department at my agency and I don't have the support I need
around issues of immigration (speciﬁcally undocumented clients).”
Another respondent described not having enough information about
resources in the community to adequately address her clients' mental
health needs.
Respondents described confusion in terms of agency policies and
procedures. For example, a survey participant wrote:
At the speciﬁc program I am in, there are constant inconsistencies
on how the work should be done; rules and procedures are
unclear and changing. There are different directives from both supervisors (clinical and administrative), as well as from the program director.
External communication issues included a lack of communication
and/or coordination between the public child welfare system and
the voluntary preventive programs, especially pertaining to important services and policies. Respondents expressed that the public
child welfare agency lacked an understanding of preventive services
work. The public agency assigned them complex and high-risk families without the necessary resources to serve them. Several focus
group participants stressed the need for improved collaboration
and communication with the public child welfare agency, as well
as clear written policies and procedures, in order to better serve
their clients.

3.1.5. Contingent rewards
A reoccurring theme in the qualitative data was a lack of appreciation and recognition for hard work. The lack of appreciation derived
from various players including supervisors, management and the
administration. Some respondents directly linked appreciation and
recognition to perceptions of respect/disrespect. For example, a survey respondent wrote, “workers at this agency are not appreciated
and are always put down. We are made to feel worthless.”
Respondents discussed the lack of a recognition system at their
agencies with several linking appreciation and recognition to salary.
A survey respondent wrote: “there is very little if any kudos for
doing a good job which is so greatly needed in a ﬁeld where you are
not compensated ﬁnancially.” Participants in the focus groups discussed the need for supervisors and management to publicly recognize staff for their hard work. Of interest, some respondents
reported that the lack of recognition and appreciation extended to
the children and families they serve. Some focus group participants
indicated that successful clients should be recognized publicly by
the agency and should become mentors and role models for other
children, youth and families.
3.1.6. Summary
Results from the qualitative analysis revealed that perceived respect is an important factor that may inﬂuence child welfare workers'
intention to leave their current agencies. Respondents felt a lack of
professional respect from various levels of the agency including
administrators, directors, supervisors and co-workers. Some explicitly stated “a lack of respect for employees,” while several others described practices they felt demonstrated a lack of respect, such as
disregarding workers time, gossiping about clients or showing favoritism towards certain staff. Several respondents felt they were not
given fair salary and beneﬁts. Of particular interest, several respondents linked salary and beneﬁts to the degree to which they were
valued or respected within the organization, the child welfare ﬁeld,
the social service ﬁeld, and by the larger public. Similarly, respondents associated promotion potential with their value and respect
within the organization, with some believing they “deserved” a promotion due to their years of service or degree of work. Another important factor was adequate communication, both internally and
externally. Respondents described not being notiﬁed about important agency policies or procedures, not receiving adequate information about programs and services, and the public child welfare
agency not understanding or valuing preventive services work. Several respondents also discussed a lack of recognition and appreciation for their hard work, with some equating fair salary and
beneﬁts to recognition and/or appreciation.
While each of the ﬁve sub-themes described above can be viewed
independently as a component of respect, in many cases respondents
combined one or more of these core factors and paired them with
perceptions of disrespect. For example, one participant wrote that
he or she would leave the agency because of a “lack of leadership,
lack of structure, lack of support, lack of communication, lack of training, lack of appreciation, lack of respect, lack of knowledge, and lack
of professionalism — mainly across the board.” The respondent combined his or her feelings about intention to leave and respect with
three of the ﬁve sub-themes identiﬁed in the qualitative analysis: organizational support, adequate communication, and appreciation or
contingent rewards. Another respondent cited possible reasons for
leaving to include: “1. Miscommunications 2. Lack of respect towards
employee [sic] 3. Lack of consideration 4. Low pay for amount of
work.” Similar to the respondent above, intention to leave was related
not only to lack of respect, but also to three of the ﬁve identiﬁed core
components: adequate communications, fair pay and beneﬁts, and
appreciation or contingent rewards.
In sum, although some respondents reported only one dimension
of respect, more commonly respondents reported one or more factors
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simultaneously, at times alluding to perceived respect, while other
times explicitly using the term “respect” in their responses.
3.2. Development of the quantitative instrument
The ﬁndings from the qualitative analysis indicated that workers
perceptions about the level of respect they perceive might lead
them to leave their jobs. To explore this further, the researchers
reviewed the entire written survey instrument, as described above,
and ultimately selected eleven items from the Job Satisfaction Scale
to make up the Respect Scale and represent the concept of respect.
Items were selected for inclusion in the Respect Scale if they represented some aspect of respect as identiﬁed by the literature or by respondents in the qualitative phase of the study. Items selected for
inclusion speciﬁcally described fairness within the organization,
things being “as they should,” being appreciated, and being included.
One of the key sub-themes that emerged from the qualitative data
was the notion of feeling appreciated for a job well done by being
ﬁnancially compensated. This concept was also included in the Respect Scale. A list of items making up the Respect Scale is included
in Table 2. Total respect was calculated as the mean value of the
eleven items in the scale.
The Respect Scale differs substantively from other job satisfaction
scales as it aggregates for the ﬁrst time the ﬁve sub-themes identiﬁed
in the qualitative phase of this research. Internal consistency was
assessed for the Respect Scale by calculating coefﬁcient alpha for all
eleven items. The calculated value was 0.79, which is considered
acceptable reliability (Gliem & Gliem, 2003).
3.3. Quantitative results
3.3.1. Bivariate analysis
For the purpose of analysis, the sample consisted of those who answered the question, “Have you considered looking for a new job in
the past year.” More than half (57.2%, n = 299) replied that they
had considered looking for a new job while 42.8% (n = 224) said
that they had not. The two groups were compared using t-tests and
chi-square to identify differences between the groups.
t-tests were conducted to examine differences between groups on
age and level of respect, as measured on the Respect Scale. The mean
age of those who had not considered looking for a new job was slightly older than those who had (35.8 years versus 38 years; t = 2.00;
p = 0.045). The mean score on the Respect Scale for those who had
considered looking for a new job was 2.37 (SD = 0.46) while the
mean score for those who had not considered looking for a new job
was 2.8 (SD = 0.41). The difference in these scores was statistically
signiﬁcant (t = 11.0; p = 0.00).
A chi-square was conducted to compare social work degree
holders to those considering and not considering leaving their jobs,
but there were no differences between the groups (Χ 2 = 3.45;
p = 0.06).

Table 2
Respect Scale items.
JSS Items selected for inclusion in Respect Scale:
I feel I am being paid a fair amount for the work I do.
When I do a good job, I receive the recognition I should receive.
Those who do well on the job stand a fair chance of being promoted.
My supervisor is unfair to me.
I do not feel that the work I do is appreciated.
I feel unappreciated by the organization when I think about what they pay me.
My supervisor shows too little interest in the feelings of subordinates.
The beneﬁt package we have is equitable.
There are few rewards for those who work here.
I often feel that I do not know what is going on in the organization.
I don't feel my efforts are rewarded the way they should be.
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Table 3
Logistic regression model — intention to leave.
Covariates (0 = no intention
95% conﬁdence SE
to leave, 1 = intention to leave) interval
Respect
Age
Social work degree

0.05–0.15
0.96–0.99
1.04–2.45

z

Sig

Odds
ratio (OR)

0.03 − 8.51 0.00 0.09
0.01 − 2.65 0.01 0.98
0.35
2.15 0.03 1.60

3.3.2. Logistic regression
Binary logistic regression was used to ﬁnd the best ﬁtting model
for intention to leave (thinking about leaving in the past year versus
not thinking about leaving in the past year). The rationale for using
this statistical technique was to develop a proﬁle of child welfare
workers that intend to leave their jobs. Predictor variables selected
were chosen if they were found to have a relationship to intention
to leave in previous research or in the bivariate analysis. Predictor
variables identiﬁed, then, for this research were: respect, a continuous variable as deﬁned by the Respect Scale, discussed above; age of
the respondent in years; social work degree, deﬁned as the respondent having earned either a BSW or MSW (coded as 0 = absent and
1 = present) (Auerbach, McGowan, Ausberger, Strolin-Goltzman, &
Schudrich, 2010; McGowan, Auerbach, & Strolin-Goltzman, 2009).
The results of the logistic regression are presented in Table 3. The
column labeled “odds ratio” indicates the degree to which a covariate
increases or decreases the likelihood that a worker intends to leave
his or her job. An odds ratio of one indicates even odds, or no difference. In this study, an odds ratio of less than one indicates a decrease
in intention to leave for each unit increase in the covariate while an
odds ratio greater than one indicates an increase in intention to
leave for each unit increase in the covariate.
The overall model was statistically signiﬁcant (Χ 2 = 107.29,
p = 0.00). As indicated in Table 3, respect, age, and having a social
work degree were all statistically signiﬁcant. Workers who perceive
greater respect are less likely to intend to leave their jobs. For each
unit increase on the Respect Scale, intention to leave decreases by
91% (OR = 0.09). Older workers are also less likely to intend to
leave, with each year of age decreasing intention to leave by 2%
(OR = 0.98). Finally, having a social work degree increases workers'
intention to leave. Workers possessing a social work degree are 60%
more likely to intend to leave (OR = 1.60).
4. Discussion
Study results ﬁll a gap in the research focused on child welfare
workforce retention and turnover by highlighting the impact of perceived respect on workers' intent to leave their current job. The
strength of the mixed methods approach is that it provided a more
complete understanding of workplace turnover that one method
alone could not fully capture (Creswell & Plano Clark, 2007). Thematic analysis of the qualitative data revealed that workers perceive
a lack of respect in ﬁve domains including organizational support,
fair salary and beneﬁts, fair promotion potential, adequate communication and contingent rewards. Lack of respect, in one or more dimension of perceived respect, was reported by both focus group and
open-ended survey question respondents as a factor that might lead
them to leave their current agency. Based on the qualitative ﬁndings,
researchers designed the Respect Scale, a quantitative scale measuring the concept perceived respect, which included items to operationalize each of the ﬁve sub-themes identiﬁed during the qualitative
analysis. The most interesting ﬁnding from the logistic regression
was that workers who score lower on the Respect Scale were signiﬁcantly more likely to intend to leave their current job. Findings
also revealed that older workers are less likely to leave their current
job, whereas workers with a social work degree are more likely to
intend to leave.
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There is a lack of empirical research focused on perceived respect
in the ﬁeld of child welfare; however, it has been explored in other
human services ﬁelds such as nursing (Faulkner & Laschinger,
2008). Lack of respect has been identiﬁed as a key factor impacting
job satisfaction, retention and turnover among nurses (Laschinger,
2004; Milton, 2005). Several parallels can be drawn between nurses
and child welfare workers, adding to the importance of the current
study. Both disciplines provide direct care to clients; both have high
responsibility in terms of client care, but low degrees of power in
terms of decision-making. Although nurses hold a professional degree, they have lower status compared to other medical professionals,
such as doctors. Similarly, while many child welfare workers hold a
bachelor's and/or master's degree, they have lower status compared
to other professionals, such as therapists, attorneys and judges.
Nurses report a lack of perceived respect from peers, administrators
and physicians (Laschinger, 2004). Similarly, child welfare workers
report a lack of professional respect from child welfare professionals,
including peers, supervisors, administrators, attorneys and judges
(Child Welfare League of America, 2002)
Professional respect is a fundamental value of the social work profession. The National Association of Social Workers [NASW], Code of
Ethics expressly discusses the ethical principle of treating all individuals with dignity and respect as part of the overarching social work
value of “Dignity and Worth of the Person.” Additionally, respect is
listed as the ﬁrst of eleven ethical responsibilities towards colleagues
and is mentioned as it relates to interactions with peers and colleagues (National Association of Social Workers, 2008). The emphasis
placed on professional respect in social work sheds light on the importance of the study results.
4.1. Limitations
There are some limitations to the current study. One is that the
survey had a low response rate (33.1%); however, over 80%
(n = 447) of the survey respondents answered the open-ended
question “what factors might lead you to decide to leave your agency?” Another limitation is that the focus group respondents selfselected to participate in the study. The degree to which selfselection impacted the study results is unknown. Although the Respect Scale seems to have face and content validity, more needs to
be done to determine the construct validity of this instrument.
Given that the Respect Scale was developed after the data collection,
the researchers were limited in the selection of items to questions
that had been asked in the previously written and administered survey. Additional research should also examine the psychometric
properties of the Respect Scale.
4.2. Practice implications
Study results are particularly important for agency administrators
and supervisors who are in a unique position to foster an environment of respect in the child welfare workplace. Several respondents
discussed the need for public recognition. Strategies agencies can
employ include special recognition of workers efforts in staff meetings, agency memos, newsletters, and/or email communications
(McGowan et al., 2010). Respondents also discussed the importance
of being listened to, heard and understood by their supervisors and
administrators. Agencies could conduct on-going trainings for supervisors and managers focused on enhancing respect in the workplace.
Another important area identiﬁed by respondents is adequate communication. Administrators may need to evaluate current lines of
communication to ensure that all employees have access to agency
policies and procedures. A ﬁnal area identiﬁed by several respondents was salary, beneﬁts and promotion potential. Although agencies are often ﬁnancially limited, they may be able to develop
creative ways to offer staff professional development opportunities.

Possible examples include sending staff to external trainings, conferences or meetings, providing staff with opportunities to assume diverse work responsibilities that enhance their knowledge and
skills, allowing ﬂexibility in terms of work hours to attend classes
and/or pursue an advanced degree, and allowing staff to receive
comp time for working overtime on nights, weekends and holidays.
Providing additional opportunities for professional growth conveys
the message that the agency is invested in the development of
workers' skills and knowledge.

4.3. Future research
Results from both the qualitative and quantitative data overwhelmingly demonstrated that professional respect is an important
factor for child welfare workers in terms of job satisfaction and intention to leave. The conceptual deﬁnitions of respect, “a regard for every
human being as a source of value, despite social cultural or political
differences” (Faulkner & Laschinger, 2008 p. 216) and “paying attention to and taking seriously another person” (Laschinger, 2004, p. 7),
were captured and elaborated upon in the qualitative data analysis
and then operationalized by the development of the Respect Scale.
Future research should focus on further development and validation
of the Respect Scale. Since the study population was voluntary preventive service workers, there needs to be further exploration of perceived respect on intention to leave or actual turnover in other child
welfare settings and/or among other human services workers.
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